
 

  

 

 

 

 

 

 

 

 

 

INTRODUCTION 
The Doris Duke Fellowships Equity Study assessed how staff members, 
national advisory board members, academic and policy mentors, and Doris 
Duke Fellows experienced diversity, equity, and inclusion (“DEI”) during 
their participation in the Doris Duke Fellowships for the Promotion of Child 
Well-Being (“fellowships”). The study also identified future strategies for 
the newly established Child Well-Being Research Network (“Network”). 
Established in 2010, the fellowships focused on two core ideas—that 
learning is best accomplished in interdisciplinary groups and that carefully 
crafted research can improve public policy and practice. Over 10 years, the 
program engaged 120 fellows from diverse disciplines in a peer learning 
network that fostered interdisciplinary thinking and collaboration while 
promoting actionable research. Equity Study participants provided rich 
descriptions of how they experienced DEI in the fellowships. We are 
grateful for their participation. This research brief looks forward and 
highlights recommendations for how the Network can embody and 
promote DEI. 

METHODOLOGY 
Study data were collected via a sequential mixed-methods approach that 
included online surveys and videoconference interviews. Online surveys 
were completed by Doris Duke Fellows and their academic and policy 
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mentors; interviews were conducted with fellowships staff, national advisory board members, and fellows (see 
Table 1 for participant numbers). Interview audio recordings were transcribed through a third-party service, 
identifying information was redacted by the interviewer, and transcriptions were shared with the research 
team. Surveys were collected via REDCap and analyzed using SPSS. Qualitative interview data were analyzed 
using Atlas.ti. At the conclusion of all data collection, similarities and differences in themes across data sets 
were identified and summarized. Participation in the fellow and mentor surveys was anonymous, thus the 
number of unique fellows who completed both an interview and a survey is unknown.  

Table 1. Equity Study Participants 

Role 
Data Collection 
Method 

Total  
Part ic ipants 

Part ic ipation Rate 

Fellowships Staff  Interview 4  

Advisory Board Member Interview 9  

Academic & Policy Mentors Survey 69  

Fellow Survey 94  

Fellow Interview 28  

 

        

RECOMMENDATIONS FOR THE NETWORK 
The Child Well-Being Research Network is being built on the foundation of the 120 Doris Duke Fellows and 
will expand to include other emerging scholars and researchers committed to child well-being and the 
prevention of child maltreatment. Study respondents shared some very specific suggestions for the Network 
and some broad ideals for the child well-being research field. The recommendations below represent the most 
frequently shared ideas and suggestions for ensuring that DEI are elevated in the Network. The 
recommendations are organized into three broad categories: Network Ideals, Network Infrastructure, and 
Network Activities.  
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NETWORK IDEALS  

Participants clearly communicated a desire for the Network to maintain a strong focus and commitment to 
principles of diversity, equity, and inclusion. Study participants suggested specific strategies that they believe 
would elevate and promote DEI within the Network.  

Encourage Introspection. Study participants want the Network to place DEI at the core of all its activities, as 
opposed to as an afterthought. This begins with the Network being introspective and assessing how the 
fellowships’ previous or current policies and actions promote homogeneity, exclusion, or inequity. Study 
respondents also recommend reflective consideration of DEI in Network research, practices, and everyday 
efforts as leaders. This knowledge will help the Network identify and prioritize future policies, activities, and 
educational offerings.  

Promote Equity. Respondents discussed the need for the Network to focus on equity by providing support 
and opportunities to individuals based on what they need, rather than simply providing equal opportunities. 
For example, graduate students often have unequal access to resources due to differences in university funding 
streams. Some individuals may have strong mentorship and funding to support meeting attendance, research, 
and writing activities. However, others may struggle to identify mentors or may lack funds for developmental 
supports. In response to these inequitable resources, the Network should prioritize tailored opportunities to 
support individuals based on their unique circumstances and needs.   

Plan for Psychological Safety. The Network should outline expectations for professional behavior and 
treatment of colleagues, and define what constitutes unacceptable behavior regarding diversity, equity, and 
inclusion. It should also clearly outline a process for when a member witnesses or experiences unacceptable 
behavior and detail how the Network will resolve the issue. The overwhelming majority of study participants 
reported that they “never” experienced discrimination based on their identity (for example, age, race, parenting 
status, religion) during the fellowship from a staff member, mentor, or another fellow. However, among the 
small group of interview respondents who did have these experiences, they all noted that they did not bring 
the issue to the attention of fellowships staff because they were unsure of what the response or process would 
be.  
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The Network can promote safety for all members by identifying clear expectations for professional behavior 
and creating a safe grievance procedure should discrimination or microaggressions occur. As one fellow 
explained:

Encourage Interpersonal Connections. The personal relationships that fellows created within the fellowships 
facilitated a firm sense of inclusion and emotional support. Fellows used similarities they shared with mentors 
or other fellows as a point of connection, especially when it came to race, research interests, and experience 
as a parent. Ongoing dialogues, meetings, workgroups, and affinity groups will aid in reinforcing this 
community of support. One fellow spoke about her interpersonal connections in the network: 

 

 

 

 

 

 

I actually speak and tell people how much I appreciate the fellowship, how much I love the 
fellowship. How whenever I meet fellows, I end up having a really big conversation with those 
fellows. I never have any negative experiences in interacting with fellows. It's also been very 
amazing and great and I wish there were more settings like that in academia that were that 
welcoming and warm. – Doris Duke Fellow 

 

So one of the huge, huge benefits of being a part of this network is the resources that the other 
fellows have. . . [if] there's a job posting that I'm interested in, I could email the whole fellowship 
and be like, "Does anybody know anybody at this organization? Do you know this person? What's 
your experience with them?" And by the end of the day I'll have like 10 emails in my inbox about, 
"I could help you," or, "I don't know this person but somebody that I know does. I could connect 
you, whatever." So it's just a ton of literal networking. I think for emerging scholars who haven't 
previously had access to this kind of network, that is incredibly powerful. . .. It's like I said, my 
parents didn't go to college, I didn't know anything about grad school, so I was lucky enough to 
have some support knowing very basic things about how to apply and when I should take the GRE 
and stuff like that. I feel like emerging scholars really need people who will tell them that kind of 
thing. So I think the fellowship could do a good job at connecting them to people, but also maybe 
even making formal resources about, “Here's how to go about a grad school application, or a job 
application,” or maybe even forming little groups that are willing to review application materials, 
stuff like that. –Doris Duke Fellow 
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NETWORK INFRASTRUCTURE 

There are key infrastructure components that study respondents would either like to continue or create in 
order to support the Network’s efforts to promote DEI. The most frequently mentioned components are listed 
below.  

Promote Diverse Leadership. Study respondents emphasized the need for the Network’s leaders to be 
diverse across many domains, including race, gender, professional setting, and other lived experiences. They 
expressed hope that by having diverse perspectives on the leadership team, there would be a greater chance 
of ensuring that DEI principles are at the forefront of the Network’s priorities.  

Strategically Recruit to Promote Diversity. Participants explained that recognizing the rich diversity inherent 
in distinct backgrounds and perspectives will encourage recruitment of racially and socioeconomically diverse 
members. A scholar’s career trajectory should not be determined primarily by their affiliated academic 
institutions; when publicizing the Network, leaders should consider recruiting individuals who attend, or 
attended, universities that do not have the same financial resources as universities that are considered “top 
tier.” Respondents suggested several ways in which the Network can ensure more a diverse membership 
through recruitment of new members. One strategy is for current fellows to tap into their own professional 
networks, which may be more diverse than the current set of fellows. The Network can also work to build 
meaningful relationships with graduate departments at Hispanic-serving institutions, Historically Black 
Colleges and Universities, Predominantly Black Institutions, and student affinity groups within universities. 
Study respondents expressed a hope that the Network will connect with potential members early in their career 
development, including Master’s-level students. One respondent said: 

If bringing racial and ethnic diversity was on the radar when fellows were initially recruited, I 
think that needs to just be more transparent. As we move forward, taking deliberate action as 
a fellow network to lift up the voices from marginalized groups in this work and bring them to 
the table in this work with us are some intentional actions that we need to take as a fellowship 
network to really include [people from marginalized groups].  — Doris Duke Fellow 
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Continue Workgroups. There is strong interest in continuing to support and elevate the efforts of the 
Network’s Diversity, Equity, Inclusion, and Justice workgroup. Their work could be complemented by the 
creation of affinity groups for Network members or additional workgroups that focus on specific research or 
policy topics around DEI. 

Foster Interdisciplinary Collaboration. Diversity in academic disciplines significantly enriched the fellowship 
experience for many fellows. There is a strong desire to continue the emphasis on interdisciplinary 
collaboration. One fellow said:  

 

NETWORK ACTIVITIES 

Sponsor Intentional Dialogue and Education. Study participants expressed a desire for the Network to 
initiate and support intentional and recurring dialogues about DEI, as well as facilitate education on specific 
DEI topics. The dialogues would give participants the opportunity to describe lived experiences, talk about 
new approaches they can incorporate into their work, and reach a shared understanding of the values that 
they would like the Network to adopt. In addition to dialogues, respondents would like the Network to facilitate 
education on specific topics within DEI and anti-racism through webinars, trainings, and guest speaker 
engagements. Suggested topics include incorporating the voices of people from underrepresented groups 

 

I think that sense of fellowship was definitely one thing that was nice about this because we all 
had a, for lack of a better term, common agenda, which is to address the needs of children's 
well-being and prevent child abuse and neglect. I think having that common agenda allowed 
for that fellowship to develop. And so, having an understanding that there's one particular 
societal problem that we can address from multiple perspectives and that those multiple 
perspectives are welcomed. And those perspectives, the diverse perspective from discipline, 
whether you're in practice, policy, or research, also bringing in race, ethnicity, gender issues 
on the research agenda side, I think being able to continue that would be a good thing to see. 
—Doris Duke Fellow 

 



 

into research, the impact of institutional and systemic racism on those from underrepresented groups, the 
experiences of learning and working in a Predominantly White Institution for people who are not White, and 
the role that implicit biases play in personal and professional lives. Some of the fellows expanded on this idea: 

Offer Mentoring Opportunities. Study participants discussed mentorship as a crucial tool for their success. 
They noted that effective mentors help emerging scholars shape their body of work, understand and navigate 
social politics, and provide access to professional networks that can tremendously expand the reach of their 
work. Several fellows detailed the positive impacts that their mentors had on them and said that they now aim 
to have those same impacts on their students and staff. Respondents also commented that when a mentor is 
from a different institution, or when a mentor is closer to a peer than someone with much more experience, 
potential power dynamics are taken out of the equation. The Network should consider ways to support 
members as they become mentors and supervisors in their own institutions or across institutions. This could 
include using the Network’s own mentoring program, offering external training on how to apply principles of 
DEI and anti-racism in their relationships, or offering guidance on how to mentor or supervise individuals 
whose culture is different from theirs. One fellow said: 

I think it's important to talk about how to truly apply diversity, equity, and inclusion principles 
to both our practice and our research. Being trained as a scientist practitioner, there was a 
huge block in my training and that's not ever been explicitly focused on or a lens in which we 
viewed our work even throughout pretty much all of my training. Learning how to apply these 
in both research and practice is something I'm having to backpedal on now and recognizing as 
a huge deficit. —Doris Duke Fellow 

Most folks are still much more active in research than I am, and so highlighting and providing 
professional development on how to approach research with a DEI lens in particular is going to 
be really important in how we're moving together as a field if we want to stay relevant in how 
we're operating. Participatory action research and other models like that to really bring them 
into the work instead of doing it to them. – Doris Duke Fellow 

I still think though it's important for us to recognize that we can't be everything to our students, 
make sure that they have other mentors that represent who they want to become in their 
careers and to look for somebody who can work with them, whether it's about finding another 
African American female scholar that has a career trajectory that my student wants, right? Or 
finding another, a mentor who can talk to them about parenting or find another mentor that 
represents the career path that they want to go, which may be outside of academia. I think we 
need to think about how to create a network that will support our students, particularly our 
students that don't look like us and don't have the same lives that we do to go in the direction 
that they want to go. —Doris Duke Fellow 
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Pursue Grant Funding. Grant funding was often identified as a resource that could promote DEI. Relatively 
small grants could open the door to larger grants in the future and, potentially, could be one strategy to help 
Network members break through systemic barriers in the field. Another avenue for grant funding could be 
providing direct funding for research that focuses on DEI or anti-racism as a way to elevate those topics in the 
child well-being field. Although the Network does not currently have a funding stream to provide direct grant 
funding to Network members, it should consider how it could support equity in grant funding in the child well-
being space.  

Facilitate Meetings. Fellows would like to prioritize Network meetings. When planning these meetings, 
attention should be paid to the diversity of professions that make up the Network. Members work in academia, 
policy, nonprofits, for-profits, medicine, and other fields. Members’ ability to participate varies because of 
different schedule demands. Respondents suggested that Network meetings should occur during a variety of 
times and through a variety of mediums to accommodate differing career obligations. The current shift to 
virtual platforms provides the Network greater flexibility to meet this need. Additionally, study respondents 
want meeting presenters to be diverse—to come from a variety of disciplines, professions, races, genders, 
abilities, and other identity characteristics. One fellow said:  

POTENTIAL STUDY LIMITATIONS AND CONSIDERATIONS  
This study occurred during the COVID-19 global pandemic, a divisive U.S. Presidential race, and international 
protests against racism experienced by Black people. The events sparked many individuals to learn about racial 
injustices and become more aware of the principles of diversity, equity, and inclusion. When reviewing these 
findings, readers should consider that survey and interview participants might have been more impassioned 
or knowledgeable about social justice than ever before. Their responses may have reflected this. When viewing 
the study participation rates, readers should keep in mind there is a chance that people saw participation as 
one way to promote racial justice. Alternatively, perhaps some individuals were simply burnt out from talking 
about diversity, equity, and inclusion in other spaces and therefore opted out of this study.  

 

I think showing the organizational commitment to it, whether that's offering trainings or 
offering discussion space or offering resources, but just showing a set of sort of tools and 
investments that the fellowship is making that fellows can then access and leverage. Since 
we're predominantly White women who are well-intentioned but struggle and misstep, if 
we're like, "Okay, I want to improve the DEI focus of my personal research agenda. What 
do I do?" The fellowship should be offering things to meet those needs in tandem with 
shifting the composition of the fellowship over time so that it is not just White women. Both 
of those things need to be happening. —Doris Duke Fellow 
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Additionally, three potential recruitment issues might have affected the number and type of participants in the 
study. First, the Chapin Hall staff member who sent recruitment emails did not have any affiliation with the 
Fellowships before the study, and fellows were not familiar with her name. Second, the interviewer is a Black 
woman, but has a name that is often mistaken for that of a White woman. A few fellows shared that they were 
not expecting to talk with a person of color, and they were relieved to do so, indicating that the interviewer’s 
perceived racial identity might have influenced study participation. Third, recruitment for fellow interviews 
occurred immediately after fellows were asked to participate in two surveys, which might have negatively 
impacted interview participation rates.  

CONCLUSION 
The Doris Duke Fellowships for the Promotion of Child Well-Being established a robust network of scholars 
who deeply value the community they co-built. We anticipate that the Network will continue to expand upon 
this wealth of connections. Members representing multiple professional and personal identities 
overwhelmingly want the Network to prioritize principles and practices that advance diversity, equity, and 
inclusion. It is important that the Network create a space for dialogue and learning, while also prioritizing 
concrete activities that are built on a foundation of DEI principles. Well-publicized events of police brutality 
that occurred during the study’s timeframe emphasized yet again the deeply embedded systemic racism in 
the United States. Our members have been engaged in myriad activities that respond to this racism. The 
Network will harness this momentum to implement activities that promote equity and justice. We believe that 
this growing network of scholars has the potential to effect changes that improve equity across communities 
and within institutions. Moving forward, the Network will elevate conversations and actions of diversity, equity, 
and inclusion in the child well-being field; create spaces for researchers, policy analysts, and educators from 
underrepresented groups; and empower the communities that often form the foundation of our research.   



 
Chapin Hall at the University of Chicago — Chapinhall.org 10 

Statement of Independence and Integrity 

Chapin Hall adheres to the values of science, meeting the highest standards of ethics, integrity, rigor, and 
objectivity in its research, analyses, and reporting. Learn more about the principles that drive our work in our 
Statement of Independence. 

Chapin Hall partners with policymakers, practitioners, and philanthropists at the forefront of research and 
policy development by applying a unique blend of scientific research, real-world experience, and policy 
expertise to construct actionable information, practical tools, and, ultimately, positive change for children 
and families. 

Established in 1985, Chapin Hall’s areas of research include child welfare systems, community capacity to 
support children and families, and youth homelessness. For more information about Chapin Hall, visit 
www.chapinhall.org or @Chapin_Hall. 
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